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Purpose: The present study analyses the nonlinear association between proportions of breached obligations within the psychological contract and three dimensions of employee well-being, and the mediating role of contract violation in these relationships. With this study we gain a more detailed understanding of psychological contract evaluations and their consequences for well-being. 
Methodology: We build on asymmetry effects theory and affective events theory to propose that breached obligations outweigh fulfilled obligations in their association with well-being. The hypotheses are tested using a sample of 4953 employees from six European countries and Israel. 
Findings: The results provide support for the hypotheses, as the effect sizes of the indirect relationships for breached obligations on well-being via violation are initially strong compared to fulfilled obligations, but decrease incrementally as the proportion of breached obligations become greater. At a certain point the effect sizes become non-significant.
Research Implications: Our study shows that psychological contract theory and research needs to better acknowledge the potential for asymmetrical effects of breach relative to fulfillment, such that the breach of obligations can sometimes have a stronger effect on employee well-being than the fulfillment of obligations.
Practical Implications: Those responsible for managing psychological contracts in organizations should be aware of the asymmetrical effects of breach relative to fulfillment, as trusting on the acceptance or tolerance of employees in dealing with breached obligations may quickly result in lower well-being.
Value: Our findings have implications for the understanding of psychological contract breach and its associations with employee well-being.

Nonlinear Associations between Breached Obligations and Employee Well-being
The psychological contract (PC), defined as employees’ beliefs regarding the mutual obligations between the employee and the organization (Rousseau, 2001), is one of the core concepts to understand the employment relationship. PC evaluation generally refers to employee cognition about the extent to which one's organization has failed to meet (breach) or has met (fulfillment) their PC obligations (Morrison and Robinson, 1997; Rousseau, 1989, 1995). These evaluations have strong associations with employee affective, attitudinal and behavioral responses (for an overview see Zhao et al., 2007). One issue that has received particular attention is the relationship between PC breach/fulfillment and employee work-related well-being, as the perceived failure to meet obligations may cause reduced experiences of trust and control, which may lead to stress (Gakovic and Tetrick, 2003; Johnson and O'Leary-Kelly, 2003), lower affective well-being (Conway et al., 2011) and lower satisfaction with health (Guest and Conway, 2002). 
	The PC can be understood as breached when one or more obligations are not met (e.g. Morrison and Robinson, 1997; Rousseau, 1995). A feature of current operationalizations of PC breach, however, is that they focus on the overall extent to which the organization has met its obligations. This may be achieved either by directly asking respondents to what extent they consider the overall contract to be fulfilled, thereby making a global assessment, or by calculating the average level of fulfillment of a number of standard obligations, thereby creating a composite measure (for a more detailed discussion see Zhao et al., 2007). By taking the average score of all obligations in the PC the assumption is made that breached and fulfilled obligations have equal contribution to increment or decrement on outcome variables. Yet there are strong theoretical indications that these assumptions may not be correct. For example, according to asymmetry effects theory (Peeters, 2002; Taylor, 1991), positive and negative events evoke different cognitive, affective and behavioral responses. Negative events can elicit more intense responses compared to equal numbers of positive events, demanding more cognitive processing and individual resources compared with neutral or positive events. When we consider a single breached obligation as a negative event, it follows that breached obligations have a stronger influence on employee responses compared to fulfilled obligations. However, the intensity of evaluative systems decreases after multiple exposures to the same stimuli through habituation (Dijksterhuis and Smith, 2002). As evidence suggests that multiple breaches do not happen at once, but occur over time (e.g. Briner and Conway, 2002; Parzefall and Coyle-Shapiro, 2011), we assume that persons with multiple breaches have experienced several breaches over time, and their current state of well-being can be regarded as a response to this series of negative events.
	In the current study we gain a more detailed understanding of PC evaluations and their consequences. Instead of comparing the impact of sets of breached versus sets of fulfilled obligations (Conway et al., 2011) or examining the impact of breach/fulfillment within one single item (Lambert et al., 2003), we assess the nonlinear associations of different proportions of breached obligations within a psychological contract with aspects of employee well-being. We focus on three indicators of employee well-being including affective (work-related irritation), attitudinal (job satisfaction), and physical (general health) responses to organizational events. Following affective events theory (Weiss and Cropanzano, 1996), we further argue that the emotional/affective state that may follow PC breach (cf. PC violation, see Morrison and Robinson, 1997) mediates the nonlinear relationship between breached obligations and employee well-being. 
	
Theory and Hypotheses
Evaluation of obligations as negative and positive events	
Numerous theoretical and empirical reviews of the psychological contract now exist and have demonstrated its value as a concept to better understand contemporary organizational behavior (e.g. Conway and Briner, 2005; Rousseau, 1995). Perhaps of greatest value has been the consistent finding that employee perceptions of PC breach are associated with a range of negative outcomes for both the employee and organization (Zhao et al., 2007). Rousseau (1989, 1995) and more recently Conway, Guest and Trenberth (2011) argued that the effects of PC breach outweigh those of PC fulfillment. In a study that examined increases in breach and fulfillment in two matched samples, Conway and colleagues (2011) found that increases in breached obligations over time was more strongly related to outcomes such as decreased job satisfaction, commitment and well-being compared to increases in fulfilled obligations. 
In the present research, we add to this literature by instead focusing on the obligation as our unit of analysis and the number of obligations that may be breached or fulfilled within a PC. In this regard, we consider a single breached obligation as a negative event and a single fulfilled obligation as a positive event. In psychology, a negative event is considered one that has the potential or actual ability to create adverse outcomes for the individual (Taylor, 1991), which applies to the breach of an obligation whereby employees are denied what they feel they are entitled to receive. In contrast, a fulfilled obligation can be seen as a positive event relative to breach, especially as breaches happen almost on a daily basis (Conway and Briner, 2002) and thus are the norm rather than the exception (Robinson and Rousseau, 1994). While there is the possiblity of over-fulfillment of obligations, research suggests that such events may have a less positive impact on work-related attitudes and behaviors compared to fulfillment (e.g. de Jong et al., 2009; Lambert et al., 2003) and may in fact be seen as rather neutral.  
	The majority of theoretical and empirical work on the effect of PC evaluations has used average calculations of the entire range of beliefs about obligations. As such, most conceptualizations of breach assume that breached obligations are as equally important as fulfilled obligations. In other words, negative events are suggested to be balanced by positive events. One implication of this conceptualization of PC breach is that a considerable number of obligations need to be breached before the overall PC is suggested to be breached rather than fulfilled. Yet some findings already showed that a single breached obligation may have a considerable impact on daily mood (Conway and Briner, 2002). Furthermore, in their recent qualitative study Parzefall and Coyle-Shapiro (2011) found that for most of the interviewed individuals a perception of breach was based upon just one specific obligation. Thus the focus on studying individual obligations within the broader PC seems merited.

Asymmetric effects of negative events
	According to asymmetric effect theory, and also referred to as ‘negativity bias’, people pay more attention and give more weight to negative experiences rather than positive experiences (Baumeister et al., 2001). Basic explanations for a negativity bias are thought to be rooted in evolutionary psychology. Survival requires more urgent attention to potentially negative events because ignoring dangerous situations may potentially lead to serious harm (Baumeister et al., 2001). Accordingly “bad” information is processed more thoroughly than ”good” information (Ito and Cacioppo, 2005). 
Asymmetry effects are also found in the domains of organizational behavior. In their study on mentoring relationships, Eby and colleagues (2010) showed that, compared to good experiences, bad experiences in the relationship between the mentor and protégé were a stronger predictor of perceived quality of and intention to stay in the mentor relationship. Furthermore, Dasborough (2006) found that employees were more likely to recall negative incidents with their leader compared to positive incidents, and that negative incidents caused more intense emotional and behavioral responses among employees compared to positive incidents.
	Based on the arguments above, we propose that breached obligations have stronger associations with employee well-being compared to fulfilled obligations. However, we also expect that the negative association of breached obligations with employee well-being will decline as the number of breached obligations increases. In other words we suggest that as the number of breached obligations increases, the incremental effect on well-being by adding one further breached obligation lessens. There are a number of reasons to expect this. According to Ballinger and Rockman (2010), negative events trigger expectations of more negative events. When employees expect their obligations to be breached, the impact of further breached obligations becomes weaker as they are less surprised by and more prepared for the negative event. In the disciplines of behavioral and cognitive psychology, the decrease in intensity of the evaluative system after multiple exposures to the same stimuli is referred to as habituation (e.g., Dijksterhuis and Smith, 2002). A study by Bolger and colleagues (1989), for example, found that initial daily stressors were more strongly related to negative mood compared to stressors that were experienced later. Applied to breached obligations, this implies that employees experiencing multiple breaches of obligations are likely to consider newly breached obligations as a match with their expectations, causing a decrease of the association of breach with their well-being.   
	In summary, these arguments presented above suggest that the breach of a small proportion of obligations has a strong negative effect on employees’ work-related well-being due to the weight of negative events. Because multiple exposures to breach decrease the intensity of the response, an increase of the number of breached obligations will have a lesser effect on employee well-being. The proposed nonlinear relationship is assumed to take the same pattern for our three dependent variables, albeit overall effects might be weaker for general health, as a more distal aspect of well-being.
H1: There is a nonlinear relationship between the proportion of breached obligations 	and a) 	work-related irritation, b) job satisfaction, and c) general health as the relationship becomes weaker when the proportion of breached obligations increases.

Violation as a mediator between breached obligations and outcomes
	Where PC breach refers to cognitions about the failure of the organization to meet one or more obligations, PC violation is commonly defined as emotional distress and feelings of anger and betrayal arising from the realization that one’s organization has not fulfilled highly salient obligations (Morrison and Robinson, 1997). PC theory posits that perceptions of PC breach impact employees’ affective responses through feelings of PC violation (Robinson and Morrison, 2000). The meta-analysis by Zhao and colleagues (2007) showed that cognitions of global PC breach relate to negative affective reactions, which in turn transfer to negative well-being and more specifically studies have shown that PC violation mediates the relationship between global PC breach and employee responses (Suazo, 2009; Suazo et al., 2005).
	These findings can be explained theoretically by affective events theory (Weiss and Cropanzano, 1996; Wegge et al., 2006), in which it is proposed that work events can influence employee well-being positively or negatively through the intensity of the emotional response to that work event. Both positive and negative events can lead to responses of physiological arousal and positive and negative emotions (Taylor, 1991). Positive events can give rise to feelings of joy and excitement, while negative events can elicit emotions such as anger and fear. Given that breached obligations can be conceptualized as negative events which elicit a negative affective reaction, but may also exhibit effects akin to habituation as the number of breached obligations increases, affective events theory can also be used to explain the nonlinear effects of breached obligations on well-being. We therefore propose that PC violation, which represents the negative affective reaction, acts as a mediator in this nonlinear relationship. 




	Data for this study comes from the PSYCONES dataset. The main findings to the questions that the PSYCONES project aimed to answer have been reported and summarized in a book (Guest et al., 2010). Detailed nonlinear mechanisms that relate breaches, violations and well-being have not been previously examined and thus this paper presents a novel approach of analysis for this dataset. The dataset consists of survey responses of 5288 workers on a range of employment contracts working in the manufacturing, education and service sectors. Different sectors were used to produce variation in the content of the PC (Rigotti, 2009). Furthermore, the PSYCONES study was oriented towards exploring relations between different employment contract types and employee well-being from an international perspective. Therefore, data was gathered in Sweden, Germany, Belgium, the Netherlands, the UK, Spain and Israel. 
	Questionnaires were collected at the companies or directly mailed back to the researchers in envelopes sealed by respondents. Following this procedure 218 organizations participated in our study. On average, about 25 employees participated within each organization (range = 5 to 179). The average response rate was 35.5%. 

Measures
	To ensure item wording accuracy in each country, translation and back-translation was applied wherever necessary. Multiple group confirmatory factor analyses supported metric invariance of measures between country samples (see Rigotti et al., 2010; more details are available in Guest et al., 2010).	
Proportion of breached obligations was measured by asking respondents to rate whether or not (no = 0, yes = 1) the organization committed to a range of 15 obligations. The content of these obligations was based on existing instruments such as Rousseau´s (2000) Psychological Contract Inventory, and included such aspects as job content (e.g., “provide you with interesting work”), and economic incentives (e.g., “provide you with good pay for the work you do”). When answering “yes” to a specific item respondents then had to rate the extent to which the organization fulfilled that obligation (1 = obligation not kept at all, 2 = obligation only kept a little, 3 = obligation half-kept, 4 = obligation largely kept, 5 = obligation fully kept). 
If respondents stated that no obligations were present we excluded them from the database (n=298). We coded answers 1 and 2 as indications of obligation breach since these evaluations imply that the respondent considers the obligation as mostly breached. We then coded answers 4 and 5 as indications of obligation fulfillment. Obligations that were reported to be “half-kept” and coded 3 were not included in the analysis (47 respondents that answered 3 all obligations and were thus removed from the database). This resulted in a final database of 4943 respondents. To calculate the proportion of breached obligations, we divided the number of breached obligations by the total number of obligations made, resulting in a proportion of the PC that is breached. This automatically implies that the remaining proportion of the PC that is not breached refers to the proportion of fulfilled obligations. For example, an employee indicates that 10 obligations are made, and 3 were breached. This means that the proportion of breached obligations is 30% (3/10) and that the remaining 7 obligations (70%) were fulfilled. We included the number of breached and fulfilled obligations as a control variable since one breached obligation is likely to have a greater impact for employees with PCs characterized by few promises in comparison to those with many promises received by their employer.
	Violation. PC violation was measured by a six-item scale developed by the PSYCONES research team. The scale asked respondents to respond to the following question; “Looking overall at how far this organization has or has not kept its obligations and commitments, to what extent do you feel:”. Respondents had to indicate to what extent they felt happy, angry, pleased, disappointed, violated and grateful using a five-point response scale ranging from “Not at all” to “Very”. Positively-worded items were reversed-coded prior to aggregation. The Cronbach’s alpha for Violation was .79.
	Work-related irritation. Work-related irritation was measured by five items developed by Mohr and colleagues (2006) regarding the emotional strain associated with problems at work, e.g. “I get angry quickly”. Respondents could answer on a seven-point scale ranging from “Strongly disagree” to “Strongly agree” (Cronbach’s alpha = .84). 
	Job satisfaction. Four items developed by Price (1997) were used to measure job satisfaction. The scale measures overall satisfaction with the job, e.g., “Most days I am enthusiastic about my job”. Respondents could answer on a five-point scale ranging from “Strongly disagree” to “Strongly agree” (Cronbach’s alpha = .81).
	General health. Four items taken from the SF-36 scale of Ware (1999) were used to examine the general state of health of the respondent, e.g. “I am as healthy as anybody I know”. Answering categories ranged from “Definitely false” to “Definitely true” on a five-point scale (Cronbach’s alpha = .75).   
	Control variables. Individual characteristics and contextual factors play an important role in how the PC develops and how PC evaluations relate to employee-level outcomes (Guest, 2004). At the individual level, we therefore controlled for age, gender (1 = male, 0 = female), organizational tenure (in years), type of contract (0 = temporary, 1 = permanent), educational level, sector, country and number of obligations. Educational level was measured by using the six levels of the international standard scheme ISCED (OECD, 1999). Sector and country, recoded into dummy variables, were included as contextual factors and controlled for. 
	
Analyses
	To test our first hypothesis we added a squared term of our independent variable to an equation which included the control variables and our independent variable. Both the independent variable and the mediator were mean-centered before the analyses. Our second hypothesis requires a test of the mediating role of violation in the nonlinear association between the proportion of breached obligations and our outcome variables. Hayes and Preacher (2010) developed a procedure to test the effect of the independent variable on the dependent variable through a mediator at specific values of the independent variable. Hayes and Preacher define this relation as an instantaneous effect, referring to the “change in Y through M as X is changing” (p. 631), and denoted in their procedure as θ. On the basis of our hypotheses, we propose that both the two direct effects of X to M and M to Y and the indirect effect of X to Y through M are nonlinear. Combining the nonlinear associations of X to M and X to Y through M, the equation for calculating this instantaneous effects is (Hayes & Preacher, 2010, p. 633): 

	In this equation the change in the dependent variable is modeled as a combination of the model for the change in M ( which represents the quadratic effect of X on M, and the model for the change in the indirect effect ( which combines the quadratic effect of X on Y and of M on Y. Control variables were made constant by setting them to the sample means. Following general recommendations, we applied the bootstrapping procedure using N = 5000 resamples (Hayes, 2009). Since we use a large dataset, we adopted a confidence interval (CI) of 99% for more strict interpretations of the significance of the relations studied. 

Insert Table 1 about here

Results
	Means, standard deviations and correlations between variables are reported in Table 1. Results of the regression analyses for the nonlinear relations and mediation analyses are reported in Table 2. Table 2 displays the results of the equations to test the change in our dependent variables (). The results show that the squared term of proportion of obligations breached is significant and in the opposite direction to the negative direct linear effect for all outcome variables except general health. Because the squared term is positive, this indicates that the association between the proportion of breached obligations and work-related irritation and job satisfaction is nonlinear, which partially supports H1.

Insert Table 2 about here
	
The steps described above do not provide evidence for a significant nonlinear indirect relationship. Table 3 shows the results of the bootstrapping procedure to test the significance of the instantaneous effects (θ) for five different proportions of breached obligations from 10% to 90%. For all outcome variables the instantaneous effects of values of X below 50% are significant, since the CIs do not contain zero. For general health (θx=70=-.04; CIlow= -.10; CIup=.01) the instantaneous effects become non-significant at a value of 70% (implying that 70% of the obligations have been breached), which suggest that when the proportion of breached obligations exceeds 50% the nonlinear relationship between proportion of breached obligations and general health mediated by violation becomes non-significant. For work-related irritation (θx=90=.05; CIlow= -.08; CIup=.19) and job satisfaction (θx=90=-.04; CIlow= -.16; CIup=.08), the slopes become non-significant at the 90% level, implying that when the proportion of breached obligations exceeds 70% obligations breached the nonlinear relationship between proportion of breached obligations and these two well-being indicators mediated by violation becomes non-significant.

Insert Table 3 about here
	
Figure 1 displays the instantaneous effects and the predicted values for all three dependent variables. With respect to the figures displaying the instantaneous effects, the y-axis represents the effect size of the indirect effect, linking proportion of PC breach to the dependent variable via feelings of violation. The instantaneous indirect effects drop in size when more obligations are breached, showing that the impact of the proportion of obligations breached on employee well-being through violation becomes less pronounced and eventually saturates when a higher percentage of promised obligations is breached. This supports our second hypothesis that the indirect relationship becomes non-significant when breach is already frequent. 

Insert Figure 1 about here

Discussion 
	This study aimed to gain a more detailed understanding of PC evaluations by focusing on the proportions of breached obligations within the contract, rather than composite or global assessments of PC breach. By looking at proportions of breached obligations we sought to better understand how the PC works, rather than simply examining its overall effect. Our results generally demonstrate a nonlinear relationship between the proportion of breached obligations and employee well-being, thus providing support for hypothesis 1. Using outcomes that represented cognitive/affective, attitudinal and physical dimensions of employee well-being, namely work-related irritation, job satisfaction and general health, we found that the effects breached obligations were stronger than fulfilled obligations, which reflects the propositions of asymmetry effects theory and notions of negativity bias (Baumeister et al., 2001). 
However, breached obligations had a particularly strong effect when the proportion of breached obligations was low and the effect was found to diminish when the number of obligations breached was higher. In other words the effect of a breached obligation is stronger when it is a rare event and weaker when it is a common event. This points towards the notion of habituation effects within the PC, a process noted elsewhere in relation to social exchange relationships (Ballinger and Rockman, 2010). In full support of hypothesis 2, our results found that PC violation mediated the nonlinear associations, as suggested by affective events theory (Weiss and Cropanzano, 1996). Accordingly, it seems that it is employees’ emotional reactions to their PC evaluations that explain why breach and fulfillment of the PC are linked to employee well-being (Suazo, 2009). So our findings build on previous work to contribute towards a more elaborate understanding of what constitutes an evaluation of the PC.
	These findings have a number of implications for PC theory and research. Firstly, they suggest that PC theory and research needs to better acknowledge the potential for asymmetrical effects of breach relative to fulfillment, such that the breach of obligations can sometimes have a stronger effect on employee outcomes than the fulfillment of obligations. Our study is not the first study to recognize this asymmetry (e.g. Conway et al., 2011; Lambert et al., 2003), but we demonstrate this effect with regard to proportions of breached obligations within the PC, which has not been done before. Similar to effects noted elsewhere that negative information is processed differently compared to positive information (Baumeister et al., 2001; Ito and Cacioppo, 2005), it seems that breach and fulfillment of obligations within the PC are processed differently as well. We would suggest that asymmetry effects theory and notions of negativity bias are useful tools to consider in the development of PC theory in the future. 
	This leads to a second implication, that global or composite assessments of PC evaluations should only be considered to approximate the effects of breached and fulfilled obligations. They tell us little about the relative impact of each on outcomes, which may be quite different, or how one breach may be interpreted in relation to the state of other obligations in the contract. Our findings show that breach has its largest and potentially most important influence on employee well-being from the first few unmet obligations; it is not necessary for the PC overall to be breached for negative effects of breach to be observed.
	Thirdly, our observation of the diminishing effect of additional breached obligations has a number of implications. This process needs to be considered alongside that of asymmetries in breach/fulfillment effects to realize that breach is not always stronger than fulfillment. When breach is already a common feature of PCs, additional breach has a very small or even negligible effect. In many ways this may represent a “broken” PC, where a certain threshold or saturation point has been reached and all of the damage that can be done, has already occurred (Rigotti, 2009). Further actions taken by the organization with regard to the PC may be perceived as having little value as the contract is rendered meaningless. This raises the question of how much is required for organizations to then repair an exchange relationship with their employees. An important additional implication of this finding for PC theory is that it reinforces the interest taken in the contract as a whole. It seems that the context of breach is important, such that the impact of the breach of a single obligation is largely dependent on the level of breach of other obligations within the PC. If we were to focus solely on individual obligations then this piece of the jigsaw would be lost. 
	Our findings also highlight the need for longitudinal research that focuses on implications of the accumulation of breached obligations. With the notable exception of Briner and Conway’s diary study (2002), few studies on PCs have honed in on the consequences of subsequent breach or fulfillment of obligations. Considering the important implications repeated stimuli can have on human emotions and behavior (McSweeney and Swindell, 1999), more research is needed to understand psychological processes such as negativity bias and habituation in the field of PCs. This also includes the assessment of possible moderators or mediators that may attenuate or mitigate these processes, since organizations are complex environments that could present important conditions on how subsequent breached obligations affect employee attitudes and behavior.
Lastly, we find that feelings of PC violation represent the mechanism through which the asymmetric association between proportions of breached obligations and employee well-being works. The implication of this finding is that feelings of PC violation may be even more important than assumed in determining how PC breach relates to employee well-being (Morrison and Robinson, 1997); a few breached obligations already have strong associations with feelings of PC violation, which in turn relate to lower employee well-being. As such, the relationship between PC breach and PC violation may be more complex, an implication that warrants more thorough investigation in the future. 

Strengths, limitations, and future research avenues
	The data used in this study represent a large sample of employees embedded in seven countries and three sectors. Although the sample is not representative, the size and diversity of this sample provides indications that the results found in this study are robust. Intraclass correlations (see Guest et al., 2010) showed, however, that aggregation of the data was not viable despite its nested structure. We also want to note that our measure of violation only includes a limited number of plausible emotions following perceptions of PC breach. In addition, we acknowledge that the list of obligations used to measure the psychological contract is not exhaustive. Furthermore, we used cross-sectional data to test our hypothesis, limiting the causal interpretations of our study with respect to sequences of breached obligations. In the light of the premises of asymmetry effects theory and habituation effects, a longitudinal design has benefits compared to a cross-sectional design. Also, we have applied hierarchical linear regressions using manifest variables, although we have used a latent variable approach in our measurements. It should be noted that all measures in this study were self-reports and thus estimates of relationships may be affected by common-method variance (Podsakoff et al., 2003).
	Finally, future research on the nonlinear impact of breached obligations on employee outcomes should include the role of salience of obligations, as theoretically it has been suggested that salience should amplify the effect of breach (e.g. Shore and Tetrick, 1994; Turnley and Feldman, 1999). However, there is little consensus over which elements might be more salient within PCs or the precise role of salience within employee evaluations of the PC. Some theoretical perspectives suggest that only discrepancies on salient obligations are detected as breaches (e.g. Morrison and Robinson, 1997) while others suggest that salience may be reflective of broader transactional or relational employment goals. There is also little in the way of empirical data to help guide theory on obligation salience (Coyle-Shapiro and Kessler, 1998; Coyle-Shapiro, 2002). So as the issue of salience requires further independent theoretical and empirical unraveling we decided against studying it here.  If we are interested in better understanding the effects of breaches of individual obligation, it seems important to quantify the effects of obligation salience alongside the effects of how many breaches have occurred. 

Practical Implications and Conclusion
	Despite these limitations, this research has some important conclusions for scholars and practitioners who are interested in researching and managing PCs in organizations. First, this study stresses the relative importance of breached obligations in associations between PC evaluations and employee well-being. Only a few obligations need to be breached before a detrimental impact on feelings of PC violation and employee well-being can be identified, which contrasts with previous assumptions that breached and fulfilled obligations have equally strong relations with PC violation and outcomes. Those responsible for managing PCs in organizations should be aware of this sensitivity, as trusting on the acceptance or tolerance of employees in dealing with breached obligations may quickly result in lower well-being. Frequent communication about perceived obligations and the application of screening tools implemented in employee surveys may help organizations to detect breaches earlier. According to our results it would be crucial to react as soon as possible before further breaches are observed and have the opportunity to accumulate. The “negativity effect” also implies that balancing a breached obligation with the fulfillment of another is likely to have limited success. However we also found that thresholds exist whereby the negative effects of breach become saturated. This may represent a point where the contract essentially becomes meaningless in the eyes of employees. At such a point it may be futile for organizations to make efforts to maintain any remaining obligations. Therefore, in the case of high proportions of breached obligations, we advise practitioners to negotiate new PCs that can be more easily fulfilled.  	
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19	Gender (1 = female)	.03	.00	-.07	-.06	-.04	.05	.01	.03	.07	-.07	-.05	.03	-.02	.23	-.10	-.14	.03	.03			




Table1. Correlations between variables, means, standard deviations, and α-reliabilities for scales
p < .01 for correlations ≥ .04; p < .001 for correlations ≥ .05
Table 2: Regression results of models for instantaneous indirect effects

	ViolationB	IrritationB	Job satisfactionB	General healthB



















Proportion of breached obligations	1.93***	1.25**	.41**	-1.22**	-.41**	-.53**	-.21*











Table 3: Bootstrapping results for instantaneous indirect effects (CI = 99%)

Well-being variable	Value of X: Proportion breached	Instantaneous indirect effect θ	Lower CI	Upper CI
Work-related irritation	10%	.98	.80	1.18
	30%	.72	.59	.85
	50%	.47	.37	.59
	70%	.25	.16	.37
	90%	.05	-.08	.19
Job satisfaction	10%	-.99	-1.13	-.86
	30%	-.68	-.77	-.60
	50%	-.42	-.50	-.35
	70%	-.22	-.31	-.14
	90%	-.04	-.16	.08
General Health	10%	-.43	-.55	-.31
	30%	-.24	-.32	-.16
	50%	-.11	-.18	-.05
	70%	-.04	-.10	.01
	90%	-.01	-.05	.03
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